Many organizations are using project teams to achieve their organizational goals because they believe the importance and benefits of project teams. Project managers are advised to learn and demonstrate the leadership roles as proposed by Quinn (1988) 
INTRODUCTION
Today, organizations are deploying project teams to deliver services and implement products. Reason being the group performance through project team is exceeding the sum of individual outputs (Belbin, 1993) . Many organizations are also seeking to achieve project team effectiveness. However, project team effectiveness is not achieved easily without putting in a lot achievement, (3) empowerment, (4) 
LITERATURE REVIEW

Leadership Roles in Project Manager
From literature on project manager's leadership styles, studies have shown that a project manager's leadership style did impact his or her perception of success in different situations instead of directly impacting project success itself (Turner and Muller, 2005) . Project managers have eight leadership dimensions significantly related to project success but not related to project team effectiveness (Geoghegan and Dulewicz, 2008) . According to Turner and Muller (2005) , task-oriented project management is the preferred leadership style compared to people-oriented project management. Moreover, different project leadership styles should be adopted throughout different stages of the project life-cycle and for different countries with different cultural values (Turner and Muller, 2005) . Even though Turner and Muller (2005) there is lack of research on BCL in project management. However, research on transactional and transformational leaderships in project management are prevalent in which they have been tested to influence project success (Prabhakar, 2005; Neuhauser, 2007) . Project success is the superset of project team effectiveness in which project success includes the overall evaluation provided by project stakeholders like customers and sponsors on the extent of how project deliverables are achieving each of its objectives (Project Management Institute, 2013) . Project team effectiveness will be operationally defined in the subsequent section.
According to Denison et al. (1995) , Behavioral Complexity in Leadership (BCL) theory describes that effective leaders will demonstrate various leadership roles and opposing behaviors concurrently when facing with complex and rapidly changing environments. Opposing behaviors are the contrasting or competing behaviors like strict and lenient, routine and creative or others.
These opposing behaviors and leadership roles are derived from a repertoire of roles and behaviors that have been accumulated over times and are influenced by the experiences of the leaders. A leader is considered more effective when he or she can display more leadership roles during a particular situation. Effective leaders can identify his or her followers' needs during a particular situation, then he or she will respond by adjusting, behaving or performing the leadership roles that best meet those needs. BCL theory is not new but it is still evolving in which recently it has become a new approach to understand leadership (Yukl, 2010) .
In this study, BCL theory is adopted instead of other leadership theories because only BCL theory focuses on the complexity and contradiction of a leader's behaviors whereby the simultaneous and various opposing roles and behaviors of the leader enable him or her to deal with different complex situations more effectively (Denison et al., 1995) . On the contrary, the presented situation or displayed leadership style in traditional leadership theories are labeled as an absolute "either or" manner e.g. either Theory X or Theory Y, autocratic or democratic, task oriented or relationship oriented, transactional or transformational subject to a particular situation (Denison et al., 1995) . Effective leadership is demonstrated when the right leadership style is displayed at the right situation. Traditional leadership theories might not be as effective as BCL theory when they are deployed in today's rather complex and rapidly changing environment. For example, a project needs to be implemented at higher quality, shorter duration and lower cost than previously agreed. For such situations, BCL leaders who can demonstrate the various leadership roles are capable to handle these situations more effectively. From literature reviewed, there are several theories related to leadership roles. Some researchers had suggested what should be the leadership roles and complex behaviors from the repertoire of a leader. According to Mintzberg (1973) , there are ten leadership / managerial roles which can be classified into (1) information processing related, (2) decision making related; and (3) interpersonal contact related. Jessup (1990) suggested that leadership roles should include (1) administrator, (2) advisor and (3) coach. According to Stephen (1998) , leadership roles consist of 13 sub-dimensions which include: (1) forecast thinking, (2) establishing high standards, (3) effective communication, (4) coaching, (5) encouraging teamwork, (6) effective delegation, (7) building consensus, (8) supporting reasonable risk taking, (9) rewarding performance, (10) developing and releasing employees, (11) managing diversity, (12) improving the organization; and (13) overall effectiveness. Gunnar and Torodd (1999) also suggested that various leadership roles can be categorized into four main roles i.e. (1) administrator, (2) producer, (3) integration; and (4) entrepreneur. However, Quinn (1988) model is selected and used in this study because its leadership roles are well-received, well-balanced (i.e. covering flexibility, control, internal and external dimensions) and attracted the most citations (Quinn, 1988; Denison et al., 1995; Chen et al., 2008; Wakefield et al., 2008; Zafft et al., 2009 ). by both x-and y-axis whereby x-axis continuum covering two extreme dimensions i.e. focus on internal or external environment. Y-axis continuum covering highly flexible or highly controlled / stable environment. Each role is the opposing attributes against the role that is located on the opposite side e.g. director role attributes are opposite against the mentor role attributes; likewise producer role is opposite against the facilitator role. All the eight roles are operationally defined as per Table 1 below. (Quinn, 1988) Quinn's Model of Leadership Roles suggests that a more effective leader will cover more roles e.g. three to four quadrants of roles from his or her repertoire compares to a less effective leader who can only cover one to two quadrants of roles. All the roles covered by a leader coexist concurrently within the leader. However, when facing different situations, some roles will be demonstrated highly while certain opposite roles will be retracted to a minimum level. In this study, Leadership Roles are operationally defined as the collection of eight roles that includes mentor, facilitator, innovator, broker, monitor, coordinator, producer and director which an effective project manager will demonstrate appropriately in a complex and rapidly changing environment (Denison et al., 1995) . There were studies conducted on how BCL theory had influenced Team Conflict and
Team Trust (Chen et al., 2008; Wakefield et al., 2008) . However, there is still lack of research whether BCL theory will also influence Team Effectiveness. In the Malaysian context, despite studies have been performed on leadership, there is no conclusive evidence indicating which is the more widely practiced leadership styles (Lo et al., 2010) . Furthermore, limited study is conducted to evaluate how BCL theory is impacting construct such as Team Effectiveness in a project team setting.
Project Team Effectiveness
There are differences among the terms teamwork, team effectiveness and team performance although sometimes they are being used interchangeably. According to Andrews (2012) , teamwork is the result yield from a set of competencies (e.g. team orientation, adaptability) demonstrated by team members who worked together to achieve a common goal. Team effectiveness covers external factors (e.g. quantity, quality) and internal factors (e.g. team viability) that measure how well the team works as a unit (Andrews, 2012) . Finally, team performance focuses on the results achieved by the team regardless whether there is any mitigating factor (Andrews, 2012 (Campion et al., 1996) ; performance outcomes e.g. productivity, quality of work, attitudinal outcomes and behavioral outcomes (Cohen and Bailey, 1997) ; user interaction effectiveness, efficiency of team operations, quality of work, adherence to budget and schedule, and amount of work the team had produced (Jiang et al., 1997) ; attitude and team performance (Kuo, 2004) ; individual wellbeing, team social processes and team productivity (Wageman et al., 2005) ; team satisfaction and performance (Chen et al., 2008) ; team member satisfaction, team performance and viability of the team to continue (Kozlowski and Ilgen, 2006) ; leadership effectiveness, team organization, team learning, team behaviors and team results (Andrews, 2012) . Majority of the criteria of team effectiveness cover team performance which includes quality of work, productivity and team results. However, team performance is different from team effectiveness (Andrews, 2012) . Only team effectiveness criteria based on Hoevemeyer (1993) and Bourgault et al. (2008) Campion et al. (1996) , Cohen and Bailey (1997) , Kuo (2004) , Kozlowski and Ilgen (2006) , Chen et al. (2008) and Andrews (2012) models.
Among these models, only Cohen and Bailey (1997) The framework depicted that design factors are directly influencing team effectiveness outcomes as well as indirectly influencing the team effectiveness outcomes via group processes and psychosocial traits. Moreover, both group processes and psychosocial traits are also correlated with each other. (Cohen and Bailey, 1997) At the same time, environmental factors are directly impacting the design factors. Together, environmental factors, design factors, group processes and group psychosocial traits can influence team effectiveness outcomes. Within the organizational context from the design factors, supervision is one of the items that can affect both group processes and group psychological traits. In project management, supervision is part of leadership duties that a project manager performs to ensure that the project is progressing towards the desired direction (Pinto, 2007) .
Figure-2. Team Effectiveness Framework
Based on the study conducted by Cohen and Bailey (1997) (Hoevemeyer, 1993; Bourgault et al., 2008) . Despite Cohen and Bailey (1997) had described the three dimensions of team effectiveness and their examples of measurement, there is no questionnaire derived from that study to measure those dimensions. However according to Hoevemeyer (1993) , project team effectiveness can be measured based on the following five criteria of effectiveness: (1) (6) results orientation. These characteristics are in synchronous with Hoevemeyer (1993) 
In this study, Project Team Size is defined as the number of project team members working as a team that was leading by a project manager. Project Duration is defined as the number of months taken
to complete the project. According to Cohen and Bailey (1997) 
RESEARCH MODEL
The following Figure 3 illustrated the research model and its five hypotheses developed for this study: (Standing et al., 2006) . Secondly, individual team members usually do not have vested interest in team effectiveness as compare to project manager (Standing et al., 2006) .
Project manager normally adopt a more balanced view whereby he or she attributes most of the positive project outcome to external factors and only partially to themselves. At the same time, he or she also assume significant personal responsibility for project team failure or any negative outcome. Thirdly, unlike concentrated project manager's community whereby collecting data from previous project team members is challenging as more tedious efforts are required to track and contact them. Furthermore, this is not feasible as they have been disbanded from their previous projects, not contactable or too busy being involved in other projects (Webber, 2002) .
Constructs' Measurement
The following Table 2 describes the measurement for all the constructs adopted in this study: In order to measure leadership roles, Likert scales (1 to 7) with anchors ranging from "Almost Never" to "Almost Always" were used. The five criteria on project team effectiveness were measured based on Likert scales (1 to 7) with anchors ranging from "Strongly Disagree" to "Strongly Agree". Project management experience was measured using Likert scales (from 1 to 6) with anchors ranging "0-2 years" to "30 years and above". For project team size, it was also measured using Likert scales (1 to 6) with anchors ranging "Below 5 members" to "100 members and above". Project duration was measured using Likert scales (1 to 5) with anchors ranging from "< 6 months" to "> 60 months". For project value size, it was measured using Likert scales
(1 to 8) with anchors ranging "Below Ringgit Malaysia 100,000" to "Ringgit Malaysia 100,000,000 and above".
RESULTS
Demographic Findings
From the total 420 respondents, only 48% had responded with 201 useable sample. Sample's margin of error at 95% confidence is low i.e. 6.9% based on the formula 0.98/√n whereby "n" is the sample size i.e. 201. Among the 201 respondents, 79% i.e. 159 of them were male and 81% i.e.
162 of them aged between 30 and 49 years. 62% of the respondents had more than 10 years project management experience and 93% of them hold a Bachelor degree or higher. 61% of the respondents were in firms with more than 500 employees. 96% of the respondents were project managers, the balance 4% consisted of project sponsor, quality manager, purchasing director and support manager who were involved in project management. During the online survey, respondents were asked to fill up the questionnaire based on a completed project that they had experienced recently, regardless whether the project outcome was positive or negative. More than 50% of the completed projects were in the industries of construction, chemical / petroleum, information communication technology (ICT) and financial that cost more than Ringgit Malaysia 5,000,000 each. 82% of the projects took less than 2 years to complete and each project has an average of 10 team members.
Reliability and Validity Analysis
Albeit Cronbach's Alpha is widely used as an estimator for reliability tests, it has been criticized for its lower bound value which underestimates the true reliability (Peterson and Kim, 2013) . Composite Reliability can be used as an alternative as its composite reliability value is slightly higher than Cronbach's Alpha whereby the difference is relatively inconsequential (Peterson and Kim, 2013) . In this study, Cronbach's Alpha for all constructs were above 0.7 which indicated that there was high reliability (see Table 3 ). Convergent validity was assured in the study because the Average Variance Extracted (AVE) for each construct was larger than 0.5. In Table 4 , correlation between pairs of constructs was below 0.9 and the squared roots of AVEs (highlighted in bold) were listed in the diagonal row of the table. Correlation between pairs of constructs below 0.9 indicated there was no common method bias (Bagozzi et al., 1991) .
Common method bias happens when there is a variance contributed by the measurement method instead of from the constructs that the measures supposed to represent (Podsakoff et al., 2003) .
Highly correlated constructs are evidence of common method bias in which correlations are more than 0.9 (Bagozzi et al., 1991) . All squared roots of AVEs were higher than the correlations between constructs indicated there is evidence of dicriminant validity. 
Hypotheses Testing
Partial least squares' path analysis (Hair et al., 2013) was conducted using Smart PLS v2.
According to Kearney (2008) , Hoch (2014) , Ullah and Park (2013) , demographics like age, gender and education can influence team effectiveness and team performance. In order to prevent any possible interference from demographic factors, age, gender and education were incorporated as control variables. Path analysis was used instead of a series of multiple regression analyses because path analysis can be simulated for all the paths simultaneously mimic the actual environment (Hair et al., 2010) . 
CONCLUSION
Today, more and more project teams are formed to achieve organizational objectives as organizations generally recognized the importance and benefits of project teams. However, in order to ensure project teams perform effectively, project managers need to learn and exhibit some of the leadership roles proposed by Quinn (1988) as they can impact the project team effectiveness.
Beside the capability to demonstrate the leadership roles, a project manager should earn some years of working experience in project management. This is especially true for someone or leader switching his or her career to become a project manager. Nothing can beat the actual experience when a person wants to become a project manager. Moreover, before a project is kick-started or before the project manager is accepting the offer, he or she should review the project schedule to ensure there is ample time to complete the project. If project duration is shorter than expected, he or she should negotiate and collaborate with stakeholders to extend the project duration. Based on the empirical evidence of this study, longer the project duration can help the project manager to lead a more effective team. 
